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Abstract
The aim of this study is to determine the relationship between adding value; trust and teacher 
satisfaction among primaryand secondary school teachers in Malaysia.In this research,375 
teachers were selected based on convenience random sampling from teachers who study 
in educational field. This study is quantitative research and data were collected based on 
questionnaire and were analyzed using descriptive, correlation and regression analysis. Based 
on Pearson Product-Moment Correlation Coefficient the results show that the high significant 
relationship exists between trust and teacher job satisfaction. However, low and negative 
relationship was found to exist between adding value and teacher’s satisfaction. Regarding 
to multiple regression, there are significant contribution of trust and teacher satisfaction. 
However, just adding value was not increase teacherjob satisfaction. 
Keywords: adding value, job satisfaction, trust, primary school, teachers, Malaysia.
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Introduction
Teachers play a very important role in achieving 
the school goals.Teacher’s role in school has 
been changing within time but the importance 
of this position the same as before. (Bozeman 
& Gaughan, 2011). According to Bozeman and 
Gaughan (2011) the performance quality of 
the teachers in schools refers to their positive 
attitude towards education and they must have 
the ability to be satisfied from their respective 
jobs.In this way teacher; who are not satisfied 
with their job, could not be committed and 
productive and would not be performing at 
the best of their capabilities (Yilmaz, 2008). 
Moreover, the important factor in human 
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relationship and human behaviorin organization 
is trust (Muneer & Long, 2014). Organization 
trust gives individual confidence about any 
applications and having positive expectations 
about risky situations (Tschannen, 2014). Trust 
provides a lot of benefits in school life such as 
school development, effective communication, 
school effectiveness (Tschannen-Moran,2014) 
and high job satisfaction among school staff 
(Buyukdere & Solmus, 2006). Lack of trust leads 
to many mistakes, avoid taking responsibility 
and stay away from work and organization goal 
(Asunlutlu, 2007).The value added describe as 
how effective school or college is in promoting 
students’ achievement (Timmermans & Thomas, 
2014). Value-added measures can support the 
assessment of programs, use as incentives 
for improved performance and contribute to 
human resource decisions (Harris,2011). The 
effectiveness of professional development 
evaluate with measuring value-added by 
educational leaders. It can be helpful for schools’ 
learning  environments, teachers and school 
leaders with selection teachers by providing 
information on training programs that have 
transported effective pervious teachers (Loeb & 
Susanna, 2013). 
Teacher job satisfaction has important role in 
applying any type of education reform, involving 
the teacher in life-long learning, teaching-
learning process and satisfaction with their work 
lead to have trust in their accountability (Hoy, 
2013).Teacher trust affects schools’ effectiveness 
(Van Maele & Houtte,2012). It has been related 
to improved student performances (Van Maeleet 
al.,2014), their professionalization and school 
innovation (Moolenaaret al.,2014) and helpful 
for principals to make decisions about teachers’ 
tasks and elevation (Hanushek & Rivkin, 2010) 
and serve as a basis for judgments about the 
situations that lead to both job performance and 
job satisfaction (Dhanasarnsilp, 2006).
The degree of trust among members of 
school helps to determine the effectiveness of 
collective activity both at the interpersonal and 
organizational levels (Deutsch, 1958; Tschannen, 
2014; Smith and Birney, 2005). Teachers’ job 
satisfaction related to individual teachers ‘trust 
perceptions and the level of faculty trust present 
in school (Houtte, 2006). The results of research 
by Yang (2004) indicated that companies 
striving for individual trust should focus 
primarily on satisfaction and perceived value. 
School principals candetermine the benefits of 
a particular program in schools by considering 
value–added data. Most of the research about 
job satisfaction is related to management of 
industrial, banking and business and there is a 
need in education field (Yasmina, 2013).
Research regarding value and satisfaction has 
been investigated in the western world and 
has not yet been addressed in other cultures 
(Dhanasarnsilp, 2006; Loeb, 2013). Furthermore, 
to our knowledge, there are limited studies 
explored relationships between dimensions 
of teacher trust with school teachers’ job 
satisfaction (Houtte, 2006). Therefore, examine 
which dimensions of teacher trust have a more 
contribution for a teacher’s job satisfaction. The 
importance of teachers’ trust in students has been 
explored Houtte (2006), however, it remains 
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unclear how the trust dimensions referring to 
teachers’ level of job satisfaction (Maele & 
Houtte, 2012).
Literature review 
Trust is a critical concept which prompting 
relationship between individuals and organi-
zations. Smith and Birney (2005) believed that, 
trust is “the expectation that arises within a 
community of regular, honest, and cooperative 
behavior, based on commonly shared norms, on 
the part of other members of that community”. 
Trust entails both the belief that the producer 
or service provider has the skills, ability and 
expertise competence grounded in beliefs 
about providers skills, credibility and expertise 
(Competence) (Singh & Sirdeshmukh, 2007). In 
contrast, benevolence is predominantly grounded 
and it is belief that the trustee wishes aside from 
an egocentric profit, and the belief that the 
service provider is concerned about the welfare 
and best interests of the individuals (Mayer et 
al., 1995). According to Bryk and Schneider’s 
(2002) trust in school is embodied in the social 
exchanges within the school around distinct sets 
of role relationships. Teachers trust is generally 
distinguished based on the organizational 
roles that occur in school: students, parents, 
colleagues, and the principal (Maele & Houtte, 
2014).Teachers will trust in groups if there is 
mutual understanding of personal obligations 
and expectations. When teachers view the 
actions of these parties as meeting their own 
role expectations, they will perceive them as 
trustworthy (Hoy, 2011). Furthermore, Hoy 
(2013) describes trust in school as “an individual’s 
or group’s willingness to be vulnerable to 
another party based on the confidence that the 
latter party is benevolent, reliable, competent, 
honest, and open”. These facets of trust have 
been empirically demonstrated to form a unitary 
concept of teacher trust. In this research trust 
defined based on Trust – Confidence, Trust – 
Benevolence and importance of trust (Morgan et 
al., 1994 & Sohal, 2002).
Locke (1976) defined job satisfaction as 
a pleasurable or positive emotional state 
resulting from the appraisal of one’s job and job 
experience. Moreover, job satisfaction defined, 
and measured as a global concept with two 
distinct facets, which include intrinsic (level of 
satisfaction with features associated with the job 
itself) and extrinsic (level of satisfaction with 
various features associated with the environment 
in which the work is prefunded) (Nguni et al., 
2006). Teacher job satisfaction defined as the 
feelings that they hold toward the job (Taylor & 
Tashakkori, 1995). The level of satisfaction is an 
important predictor of their likelihood of quitting 
the job (Crossman & Harris, 2006; Skaalvik 
& Skaalvik, 2011). Teachers’ job satisfaction 
has been related with their sense of efficacy, 
stress, extra-role behavior, and job commitment 
(Grayson & Alvarez, 2008; Klassen et al.,2009; 
Renzulli& Beattie, 2011). 
Moreover, the conception of “value-added” in 
an educational setting relates to student success 
as in their knowledge, abilities, and other 
characteristics that students have gained as a 
result of their experiences in school (Harvey, 
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2012). According to opinion of the educational 
organization, value-added could be defined as the 
contribution of schools to students’ improvement 
(Hopkins & Fraser, 2011). According to 
Koedel & Betts, (2011) value-added measures 
should be used for improvement by providing 
information for making better decisions about 
individual teachers. Value-added measures in 
three ways: making information on effective 
programs, constructing better decisions about 
human resources, and creating encouragements 
for higher performance from teachers (Kieres, 
2012). Value-added measures lead to teaching 
improvement (Hanushek & Rivkin, 2010). 
Value-added can provide information on which 
programs certify teachers who are successful at 
contributing to student learning. Likewise, value-
added can help identify assessable applicant 
principles such as performance on assessments 
that are related with better teaching performance. 
If teachers have a higher value-added, it might 
be beneficial for schools (Papay, 2011).
Adding values in work serves as a basis for 
judgments about the situations that leads to both 
job performance and job satisfaction. According 
to Dhanasarnsilp (2006) there is a significant 
relationship between adding value and job 
satisfaction. The results of a research done by 
Maele (2012) regarding to the role of teacher and 
faculty trust in making teachers’ job satisfaction 
through 80 secondary schools in Flanders showed 
positive relations between level of teachers trust 
and their level of satisfaction in their school.
In order to examine the main objective “Rela-
tionship between adding value, trust and job 
satisfaction among Malaysian primary school 
teachers” this research aims to investigate: 
1.  Is there any significant relationship bet-
ween level of adding value and level of 
satisfaction in Malaysia primary schools 
based on teachers’ perception?
2.  Is there any significant relationship between 
level of trust and level of satisfaction in 
Malaysia primary schools based on teachers’ 
perception?
3.  What are the significant contribution of 
adding value, trust and overall satisfaction?
Method
Participants and sampling
This research was carried out in primary and 
secondary schools in, Malaysia. The target 
population of this study was schools’ teachers, 
which are studying in the field of educational 
study. For the aim of this research 375 teachers 
was chosen based on convenience random 
sampling form Universiti of Putra Malaysia 
(UPM), Universiti of Malaysia (UM) and 
Universiti  Kebangsaan Malaysia (UKM).
Measurement
The    research    instrument   was   a    question-
naire which is divided into four sections;  demo-
graphic   data,   adding   value,   trust,   and   job 
satisfaction. The satisfaction scale was measured 
by a six-item scale adapted from Binter (1990) 
and Brown and Leigh (1996). The trust sections 
of the survey were based on measures developed 
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by Morgan, Huntand and Wong (1994), Sohal in 
(2002)  and Nikbin et al (2010) with 12 items. 
Moreover, value added questions was adopted by 
Rampa, (2004) with 9 items. This questionnaire 
consists of contained 26 items measuring 
and 4-point Likert scale will be used with the 
responses ranging from 1=Strongly Disagree to 
4=Strongly Agree. The Cronbach’s alpha value 
for include: adding value (0.892), trust (0.835) 
and job satisfaction (0.929).Therefore, the 
overall reliability of questionnaire was 0.885 
and this showed that the questionnaire has a 
quite satisfactory reliability (George & Mallery, 
2001and DeVellis, 1991).
Data Analysis
To analysis data, both descriptive analysis (mean, 
standard deviation, and levels) and inferential 
analysis correlation and multiple regression 
analysis were employed to answer research 
questions two and three. For the first research 
question, in order to categorize data based 
on three levels of low, moderate and high, the 
following process has been utilized. Based on 
four point Likert scale of the questionnaire, the 
lowest possible mean score is one and the highest 
possible mean score is four, so the subtraction is 
three. 
Results 
Demographic data analysis
The demographic data shows that out of 
375 participants in this study, the majority 
of respondents, 226 (60.3%) were female and 
1149(39.7%) were male. This study considers 
the majority of teachers had experiences 
of teaching from 5 year to 10 years. Moreover, 
the result shows that the majority of respondents 
were from 25 to 30 years old (n = 236, 62.9%) 
and in terms of educational level the result 
showed that majority of respondents had 
bachelor degree (n=150, 40.0%). Furthermore, 
according to table 1 the findings revealed that 
majority of respondents practiced High level in 
the satisfaction, (M=3.82, SD=.415) followed 
by important of  trust  (M=  3.810, SD=.356), 
Trust–Benevolence (M= 3.77, SD=.390), and 
TC (M=3.72, SD=.337) respectively. The last 
item with high level is adding value (M= 3.09, 
SD=.517). Thus, this data means that the teachers 
in Malaysia view a high level of satisfaction and 
trust in their schools. 
Table 1
Mean Distribution of  Teacher Perception on The 
Level of Adding Value, Trust and Satisfaction.
Item   M   SD Range
TC 3.72 .337 High
TB 3.77 .390 High
T 3.81 .371 High
RS 3.82 .415 High
AV 3.09 .517  High
Note: Low (1≤M<2), Moderate (2≤M<3), High (3≤M<4), 
N=375,  Adding Value (AV), Trust – Confidence (TC),
Trust – Benevolence (TB) and importance of trust (T)
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Research question1: Is there any significant 
relationship between level of trust and level of 
satisfaction in Malaysia primary schools based 
on teachers’ perception?
Findings in table 2 indicates that the relationship 
between level of adding value and level of 
satisfaction by teacher’ perception based 
on Pearson Product-Moment Correlation 
Coefficient (r). The findings revealed that the 
high significant relationship to exist between TC 
and satisfaction (r=0.611, p=0.00).The second 
highest positive correlation of 0.547 indicated 
that an increase in TB can lead to increase 
satisfaction. The moderate, positive relationship 
were found to exist between T and satisfaction, 
(r=0.477, p=0.00). Therefore, the result revealed 
that a positive, high significant relationship 
between overall trust and satisfaction(r=0.545, 
p=0.00).
Table 2
Relationship Between Trust and Level of  Satisfaction
TC TB T RS
TC Pearson Correlation 1 .516** .332** .611**
(Sig 2-tailed) .000 .000 .000
N 375 375 375 375
TB Pearson Correlation .516** 1 .653** .547**
(Sig 2-tailed) .000 .000 .000
N 375 375 375 375
T Pearson Correlation .332** .653** 1 .477**
(Sig 2-tailed) .000 .000 .000
N 375 375 375 375
RS Pearson Correlation .611** .547** .477** 1
(Sig 2-tailed) .000 .000 .000
N 375 375 375 375
Trust – Confidence (TC), Trust – Benevolence (TB) and importance of trust (T)
Research question 2: Is there any significant 
relationship between level of adding value 
dimensions and level of satisfaction in Malaysia 
primary schools based on teachers’ perception?
According to the second research question, there 
was low and positive relationship was found to 
exist between level of adding value and level of 
satisfaction (r= 0.068, p=0.00).
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Table3
Relationship between Adding Value Dimensions 
and Level of Satisfaction
Correlations
V RS
V Pearson Correlation 1 .068
Sig. (2-tailed) .192
N 375 375
RS Pearson Correlation
.068 1
Sig. (2-tailed) .192
N 375 375
Adding Value (V), Satisfaction (RS)
Research question 3: What are the significant 
contribution of adding value, trust and satis-
faction?
The Enter method was utilized to identify the 
significant predictors and the extent to which 
each predictor contributed toward the variance 
of satisfaction based on multiple liner regression. 
According to the hierarchical regression (Table 
4), three variables including: TCT and TBwere 
the best predictors of the satisfaction with, the 
implies that accounted for of variance in overall 
satisfaction. The significant F value (F=85.64,) 
was the evidence that the research data fit the 
model. Generally, the equation explains a unit 
change in these three variables is associated 
with a corresponding unit change in perceived 
satisfaction based on the value of coefficient. 
Based on regression analysis, the prediction 
equation of perceived satisfaction was as follows:
.347+.556 (TC) + .180 (TB) + .249 (T) +e
Therefore, the equation explains a unit change 
in these three variables is associated with a 
corresponding unit change in perceived satis-
faction based on the value of coefficient.
Table 4
Regression Analysis in Order to Predict The Satisfaction Based on The Adding Value and Trust Item
Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta
1 (Constant) .347 .221 1.573 .117
TC .556 .054 .452 10.33 .000
TB .180 .058 .169 3.100 .002
T .249 .055 .222 4.482 .000
V .070 .030 .088 2.335 .062
Trust – Confidence (TC), Trust – Benevolence (TB) and importance of trust (T), Adding Value (V), Satisfaction (RS)
Model statistic: R=.693, R2=.481, ADJ, R2=.475, F=85.645, p=.000
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Discussion 
The result of the study illustrated that the majority 
of school teachers had a high level of satisfaction 
and trust in their schools. This could mean that 
the school had a positive attitude toward the 
importance of trust and satisfaction in schools. 
These finding consistent with Hoy and Tarter 
(2011) research, that indicated that trust has been 
related to satisfaction, as well as adopting to 
school reform. Moreover, according to research 
questions about finding any statistically significant 
relationship between trust and satisfaction based 
on teacher perceptions. Similarly, Sahin et al., 
(2011) and Zeinabadi & Salehi, (2011) found 
that there is significant relationship between 
satisfaction and trust. Furthermore in education 
setting there is significant relationship between 
trust and satisfaction (Maele & Houtte, 2012). 
Teachers who perceive their vocation as a highly 
regarded career will be more satisfied and will 
be more motivated to devote the time and energy 
that is necessary to ensure their students’ learning 
and development (Maele & Houtte, 2012). 
Teachers are more satisfied when they recognize 
other people in their work as trustworthy, or 
as benevolent, reliable, competent, and honest 
(Forsyth et al., 2011; Hoy & Tschannen-
Moran, 1999). Although, there was low positive 
relationship between value added and satisfaction, 
some researches indicated that adding value 
leads to increase individuals’ satisfaction (Yang, 
2004). In addition values has a positive effect on 
the school system and values can be reflected 
systematically and implicitly throughout the 
life of a school (Lovat et al., 2011) and value 
added had influence on satisfaction (Douglass et 
al., 2012). According to research conducted by 
Omar (2011) in Malaysia in terms of perceived 
equity, value, teacher job satisfaction, and trust 
the findings revealed that perceived equity and 
perceived value significantly influence teacher 
job satisfaction and trust. Trust was the most 
important predictor of teacher satisfaction. 
= .456, = .000 TC 
Satisfaction  2 = .481 = .169, =  .002 TB 
= .222, =  .000 T 
β
β
β
p
p
p
R
Figure 1. Perceive trust and satisfaction trust – confidence (TC), trust – benevolence (TB) and 
importance of trust (T),
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Conclusion
The main objective of this research considers 
the relationship between adding value, trust 
and job satisfaction among Malaysian primary 
and secondary school teachers. According to 
the findings there is a significant relationship 
between trust and satisfaction in primary 
school in Malaysia and trust dimensions have 
contribution with teacher satisfaction. Moreover 
adding value has a positive relationship with 
teacher satisfaction. However, there is no 
predictor of teacher satisfaction. It is suggested 
that teachers and educators are effective 
and optimal teaching is supported when the 
workplace is a trusting environment. Teachers 
should be socially involved with the people who 
surround them in school in order to successfully 
accomplish their teaching goals.The findings of 
this article, although limited to improving trust 
and adding value within a small environment, 
a future research study could continue with 
this investigation and examine the three factors 
surveyed in more depth (and on a larger scale) 
to further assist optometric practices in Malaysia 
to survive and grow their education system. It 
would also be interesting to determine whether 
the same set of variables would influence teacher 
satisfaction in other education setting in Malaysia 
and other Asia country.
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